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Abstract 
Professional training at the workplace is strongly contextualized and is based on applying theoretical 
knowledge in complex working situations met at work, , on the immediate demonstration of applying the capacity in 
concrete working situations of some obtained acquisitions, on forming the practical competences of employees, on 
solving problems and collaborative learning in the field of work. The paper presents the results of implementing at 
the professional training at the workplace base the interactive Caffarella model. In the realized quality study one 
used the interview and the participative observation. 
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1. Paper Rationale 
One of the objectives of the European Commission to encourage employment among young people is to support 
first work experience and training at the workplace. Promoting learning at the workplace is an important objective 
undertaken nationally by The Strategy for Professional Training in Romania for the period 2014-2020 to develop a 
system of lifelong learning for competitiveness and innovation. The Strategy highlights the strengths of workplace 
learning as follows the recent development of the workplace learning component in initial and lifelong as well as 
vocational training and the existence of a growing number of companies that are involved in workplace learning.The 
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rate of participation in on-the-job training is 10%, as compared to 21%, which is the European average.It also 
underlines that Romania has an underdeveloped professionalisation of trainers in adult education and lifelong 
learning facilitators. The weaknesses identified in the above-mentioned document refer to the lack of workplace 
learning coordination on a local and sector level, the lack of a mechanism to ensure the quality of workplace 
learning, the lack of a system of company accreditation to provide workplace learning, the lack of a tutor training 
system in companies, the lack of a sustainable mechanism for identifying the employers’ demand for real labor and 
their availability for organizing workplace learning. The document also mentions some causes for dropping out 
education and training: the lack of training practices at the workplace along with the lack of flexible training 
programs for adults, the lack of vocational schools and of partial qualifications.  
Professional training at the workplace, especially vocational programs, as well as other workplace training 
models contribute to facilitating the transition from learning to work experience. Although the vocational program at 
the workplace is part of the training provided by the current Romanian legislation (Article 17/167/2013 Law, Labor 
Code 193 d, e and f), yet it is rarely applied. 
Professional training at the workplace aims at having the employees in a specific range of activity reach the 
performance standards that are appropriate to their job requirements, through theoretical and especially practical 
training. Thanks to its practicality and high degree of specificity, professional training at the workplace is the 
employer’s first option in order to enhance the employees’ professional competence.  Through training at the 
workplace, employees can learn professional behaviour relevant for their position, they can form / develop 
professional competence by practicing specific skills and abilities, they can apply their knowledge in concrete 
professional situations and they can be offered solutions / alternatives for solving their professional problems 
observing the style of the respective organizational culture.  
2. Paper theoretical foundation and related literature 
Understanding how adults learn is the starting point in designing a training program at the workplace. For this, one 
should necessarily take into account the scientific research of Kolb (1987), Fleming (1992) and Knowles (2005) 
regarding: 
x respecting the adults’ knowledge and experience;  
x encouraging adults to freely share their knowledge and experience;  
x focusing on real situations that address immediate problems and provide applicability for professional roles; 
x active participation in adult learning experience using modern technology facilitators and resources;  
x the conscious effort on the part of the trainers to meet the needs of adults with different learning styles. 
Professional training at the workplace refers to that type of training that one or more employees benefit from at the 
workplace, during a usual working day. (Foster, 2001) Its general objective is to have the employees in a specific 
range of activity reach the performance standards that are appropriate to their job requirements, through theoretical 
and practical training given by specialized trainers inside the companies / enterprises / institutions.  Many 
modern organizations and corporations support lifelong learning at the workplace, to enhance the working process 
and innovation (Clow, 2013). Another objective of professional training at the workplace is to form / practice / 
develop some skills and abilities necessary for the effective exercise of duties or tasks with a high degree of 
complexity and diversity to those previously exercised, according to the job description. Professional training at the 
workplace also aims at changing the employees’ behaviour on medium and long term and at making them acquire 
new professional competence and new practical skills.  
The programmes of professional training at the workplace can be oriented in several directions: 
a. Training young people who are on their first job, practiced in institutions /firms/companies focused on developing 
strategic long-term professional activity being supported by the momentum and enthusiasm of young people. They 
are carefully and systematically trained to be well qualified to work in order to finalize the position and / or to 
advance in a superior position. Training has a variable duration from a few months to several years, depending on 
the job requirements. This type of training can appear as: on-the-job trainings, secondments from one compartment / 
department to another within the same company or in another company, internships of vocational adjustment at 
work and / or training modules in specialized training centers or high education institutions. On-the-job trainings 
and is the oldest and best known form of training at the workplace, allowing the transfer of professional experience 
from experienced employees in the field who assume the role of mentor or coach to the professional beginners. This 
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form of training extends over a relatively short period of time and has a fairly low degree of structure. (Muchinsky, 
2000). 
b. Training elder employees at the workplace is often a requirement of the managers to reach performance standards 
at the workplace and less often an initiative of the employees. In designing training programs for adults, one 
generally starts from the needs analysis through direct consultation with the employer and the training beneficiaries, 
then the skill balance is designed, analyzing inputs and outputs from the training system to identify and highlight the 
added value and the gain after attending the training. 
c. Self-training at the workplace 
It is well known that as an adult, the individual develops through self-training. The context of self-training at the 
workplace mostly involves learning  from their own job relevant experiences. Fordham (1993) points out that, with 
non-formal education, learning organization and planning should be undertaken by the trainees themselves. and so 
'bottom-up' approach is necessary to give students the ability to understand or change something. According to 
Knowles, Hiemstra, Mezirow, Collins and others, self-directed learning has three major broad goals: increasing the 
adults ability to self-manage in the learning process, fostering transformative learning and promoting emancipatory 
learning and of social action. This ability of self-managing their own learning / training is related to a set of personal 
traits and skills (Hiemstra, 1991, Caffarella & O'Donnell, 1989).  
d. Other forms of training at the workplace are placements, internships, part time jobs, paid training leave, work on 
projects, job rotation, spying a job, professional coaching, sitting next to ..., Work Shadowing, Job Rotation, Just-in-
time (self-directed) Experience Scheme, Collaborative Learning, groupwork, Case Study, Combined Learning 
Modes, Facilitated Discussion, Dialogue, Spaced Lecture. 
3. Methodology 
The purpose of this qualitative study was to reflect on the internship training at the workplace conducted during 
March-May 2014 and on the learning experiences of the employees, in order to optimize the professional training 
process in a new phase of implementation. 
 
The objectives of our research were: 
x to analyze the advantages and limitations of implementing internship training at the workplace based on the 
training beneficiaries’ self-evaluation skills, on observation of training at the workplace, on the balance of 
abilities and the trainers’ assessments;  
x to analyze the effectiveness of several training strategies adopted during the training stage at the workplace 
to improve the quality of the training program in a new phase of training;  
x to analyse the impact of training at the workplace on the training beneficiaries and composition competency 
profile of the group a of employees and the employer to increase the quality of professional activities. 
The survey data was collected as a result of a semi-structured interview and of participant observation. The 
interviewees were the employer (the company manager) and the beneficiaries and they were questioned about the 
training priorities and needs at the workplace, about the specific conditions of organizing the training at the 
workplace and about the set of professional skills that represented the target of the training. At the same time, the 
perceptions of the trainers  and training provider have been probed regarding the projection of the traineeship at the 
workplace, the establishment of the training strategy and the specific quality standards. Then we proceeded to 
code, analyse and interpret the data obtained by means of the methodology employed. Participatory observation 
enabled the study of the communicative behaviour of the training beneficiaries in various non-formal and informal 
contexts which allowed the exercising of the communication techniques learnt. The beneficiaries of the 
professional traineeship at the workplace were 24 employees of a joint-stock company (21 secondary education 
graduates and 3 higher education graduates, who had worked for 2 to 23 years, male, 19 from urban areas and 5 
from rural areas) who needed to optimize their public space communication skills by mastering the techniques of 
effective communication that could be used in the job of ticket collector. 
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4. Results 
The projection of the traineeship at the workplace was based on Caffarella’s interactive model (2001) structured in 
the following manner:  
x the context of the planning of the traineeship; 
x the analysis and prioritization of the training needs; 
x the projection and achievement of the objectives of the training programme;  
x the conception of the training plan; 
x the preparation of the transfer of learning; 
x the projection of the evaluation;   
x the preparation of the marketing plan; 
x the establishment of the trainers and of the schedule of the training programme; 
x the coordination of the on site resources; 
x the recognition of the value of the programme and its further popularization. 
 
The view of the interviewed trainers on the success of a traineeship at the workplace takes into consideration the 
following intrinsic and extrinsic factors (fig.1):  
Factors that influence the success of a traineeship at the workplace
0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100
%
The trainer's wish and capacity of sharing his/her
professional experience 
The trainer's years of professional experience and
prestige 
The rigorous planning of the training stages 
The use of the students' experience 
The preparation of the training materials 
The use of training methods specific to adult education 
The offering of enough time to practice the skills 
The creation of a relaxed atmosphere, favourable to
training 
Constant feedback and the periodical checking of the
student's level of acquisition 
The trainer's mood/ sense of humour 
         
Fig.1.Factors that influence the success of a traineeship at the workplace 
 
The trainers consider that the choice of the adult training methods are related to the objectives of the training and to 
the training curriculum, to the training environment (time, facilities available) and to the learning peculiarities of the 
adult beneficiaries of the training (existing habits, basic skills, the stages covered in the training). When adopting a 
training strategy appropriate to the traineeship planned, the trainers considered important the following 
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methodological register, that was exploited at the level of the professional training: conversation,  rotating 
communication, work in pairs-communicate, problematization, learning by doing, brainstorming, personal reflection 
case study, reciprocal teaching,  cooperative learning and other training methods: position game, imaginary travel, 
decision game, the chain of associations, creative controversy, the cube, the aquarium, the mosaic, the pyramid, 
Phillips 66, the investigation, the spider web, 10 words, the role play, the life curve, the experience report. 
All employees appreciated the efficiency training methods used during the traineeship and considered the workplace 
training very important, the arguments being related to approaching the situations met with while doing the job and 
of the professional casuistry, to the difficulties of the profession of ticket controller, to the development of 
professional skills and to the very rapid changes occurring in the social milieu.   
5. Discussions 
As a response to the question “As a trainer, state the main stages in designing a traineeship at the workplace?”, the 
trainers generated a possible practical model of training at the workplace in 10 steps, a model in conjunction with 
Cafarella’s interactive model taken as reference by the professional training provider:    
x a feasibility study regarding the necessity of the training programme; 
x the projection, organization and implementation of the training programme;  
x the creation of a learning environment that should stimulate the adults; 
x the identification of the adult students’ experience with the help of questions targeted at professional problems; 
x the familiarization of the adult students with the tasks; 
x the learning and practicing of new working techniques, of new professional behaviour, the acquisition of new 
knowledge; 
x the demonstration of the performance of some real tasks/ the simulation of some processes at the workplace by 
using the things learnt;   
x the assistance and encouragement of the adult students in achieving the tasks/ in learning at the workplace; 
x the offering of continuous feedback and the evaluation of the students’ performance at the workplace; 
x the analysis of the opinions of the beneficiaries of the training about the traineeship at the workplace. 
The interview applied to the employees that benefited from the training allowed a multicriterial analysis: 
a. expressed professional training needs  
Answers given by the employees: improvement of the communication, solving of the conflicts, getting over some 
situations of professional crisis, improvement of the negotiating capacity, improvement of the capacity of 
establishing and maintaining relationships, self-knowledge. 
b. self-evaluation of the interpersonal communication abilities 
Answers given by the employees: satisfactory 87 % and good 13 %. 
c. identification of the list of professional problems that require communication skills or professional situations that 
require communication skills  
Answers given by the employees: situations when the passengers refuse to buy/ date/present the ticket, insults, lie, 
defiance, intimidation, threats with beating, threats with the knife, invocation of sequestration, they pursue the ticket 
controllers on the street, lack of legal protection for the ticket controllers though they work in partnership with the 
gendarmerie and the local police, the frequency of verbal aggression cases met with daily, the refusal of the old 
people to buy tickets on account of their low pensions, the defiant attitude of some (especially young) persons, the 
running away and getting off the bus by force of the controlled person, the giving up of the job of ticket controller 
because of fear or to avoid physical aggression. 
d. The public opinion perception of the job of ticket controller:  
Answers given by the employees: labelling of the controller, making common cause and refusing to buy/ 
date/present the ticket, making common cause with the controlled, the generally negative image of the profession. 
The impact assessment of the training is based on powerful tools that have allowed the evaluation and comparison of 
communication skills on entry and exit: the communication skills grid with Likert-like scale initially applied to 
the employees and then, at the end of the internship, the group skills profiles as well (Figure 2, Figure 3). 
1189 Mihaela Gabriela Neacşu /  Procedia - Social and Behavioral Sciences  180 ( 2015 )  1184 – 1191 
0
1
2
3
4
to correctly decode 
the communicated 
message
to manage 
conflictual 
situations
to formulate 
relevant questions
to make oneself 
clear
to actively listen
to be persuasive and 
empathic in 
communication
The group of trainees' initial profile of competence 
Employee 1
Employee 2
Employee 3
Employee 4
Employee 5
Employee 6
Employee 7
Employee 8
Employee 9
Employee 10
Employee 11
Employee 12
Employee 13
Employee 14
Employee 15
Employee 16
Employee 17
Employee 18
Employee 19
Employee 20
Employee 21
Employee 22
Employee 23
Employee 24
 
Fig.2. The group of trainees' profile of competence (initial) 
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Fig.3. The group of trainees' profile of competence  (final) 
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6. Conclusions 
The participants in the study pointed out the advantages and disadvantages of attending the workplace traineeship 
implemented to optimize communication skills and adopt an effective communication style in doing the job of 
ticket controller. 
Advantages: 
x the traineeship centred especially on performing the tasks at the workplace, the students being directly 
involved in the process of performing them; 
x the working process was not affected and the traineeship allowed the continuation of the work, the 
immediate application of the professional behaviour learnt, of the new abilities and skills;  
x the traineeship allowed the monitoring of the performance increase at the workplace; 
x the students managed an appropriate balance between learning and work, working, learning and getting 
experience at the workplace at the same time; 
x the students benefited from a familiar training environment with direct access to familiar resources; 
x there were no absences from the traineeship; 
x the students participated actively in their own process of professional training; 
x the traineeship was also efficient as far as the costs were concerned, being paid by the employer from the 
funds destined to professional training; 
x the traineeship was strongly individualized, differentiated;  
x the traineeship favoured the creation of a psychological climate of mutual trust; 
x during the traineeship the students’ experience was turned to maximum use by means of reflection, analysis 
and critical examination; 
x training strategies that increase the students’ learning autonomy were adopted; 
x stress was laid on solving problems and cooperative learning; 
x the traineeship involved trainers with high professional skills and workplace efficiency. 
 
Disadvantages:  
x insufficient time to practice some abilities/ skills, to form some habits; 
x the trainer’s attitudes and view on the work process can influence the students’ training and behaviour; 
x it favours small groups of students. 
At the level of professional training at the workplace there were multiple connections made among personal, 
learning experiences and the beneficiaries expectations from the study, on one side, and the realties from the work 
place on the other.The study presented has certain limits in relation to a series of constraints connected to the 
sincerity of the answers because, very often, the adult respondents are tempted to offer desirable answers, to the 
individual experiences during the traineeship, to the balance established between the learning/ practicing of the 
techniques of effective communication, of some new communication behaviour and their immediate application at 
the workplace, to the perception of each and every student regarding the changes appeared in solving the “daily 
cases” of verbal violence, to the willingness to collaborate with the trainers and colleagues during the traineeship, 
last, but not least, to the employer’s expectations regarding the immediate solving of the conflicting situation 
appeared while doing the job and the increase in the employees’ professional prestige.   
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